Abstract
Introduction
Total reward strategy includes total reward systems, while total reward systems include financial and non-financial rewards. If cuantificable benefits, contingent remuneration and salary compose the total remuneration, elements like pensions, health insurances, vacations or flexibility represent possible benefits.
On the one hand, benefits that generate costs, salary and contingent compensation are financially measurable. On the other hand, the non-financial rewards are not directly valued in cash. However, considering the reward strategy, both type of rewards (financial and nonfinancial) and benefits are part of the total rewards given to employees.
Methodology
The idea of the research starts from a study conducted in the United States of America-"The Relative Influence of Total Rewards Elements on Attraction, Motivation and Retention" (Boswell, Cook, Horner, Payne & Shaub, 2011, pp. 1-45) started in January 2006 and completed in May 2009. In order to use this study, this article is pretesting the previous research' s methodology adapted to the intercultural characteristics of the employees and potential employees from/ for Business Consulting Romanian Companies.
The purpose of this paper it is to obtain a global view of the Cronbach's Alpha for the used instrument and to get a top regarding the preferred rewards of the subjects.
The survey it is a reduced form of a larger research, and the results presented at this point are used in order to improve the next steps.
The sample has two categories of respondents: Potential employees for business consulting companies. These respondents are actually students interested in a career in business consultancy area. They are from Alexandru Ioan-Cuza University of Iaşi from different specializations: accounting, finance, management, marketing, statistics, and others. Many of them have never worked, or worked a little, and not necessarily in their field of study.
Employees from business consulting domain from Iaşi. This type of respondents are very important, giving consistent responses and clear answers from effective field of labor.
Overall, 51,25% of the respondents (n=80) have the age between 20 and 23 years old, 58,75% are females and 41,25% are males and 73,75% are unmarried. 31,25% have more than 37 months of working experience (not necessarily in business consulting), while 16,25% have never worked. It is expected from the sample to bring interesting perceptions in what concerns opinions regarding the most important rewards that attract and/ or maintain human resources in organizations.
The survey uses as a data collection tool-a questionnaire adapted from WorldatWork Organization. Compared to the study made in United States of America, in Romania, some of the questions from the questionnaires are labeled as being "sensitive data". Therefore, the original instrument has been translated and also adapted to the local area, and last but not least-adjusted to comfortable types of questions.
However, the variables pursued in the data analysis process are on two levels: for the potential employees and for workers:
First of all, there are two main constructs: the total reward strategy (in the recruitment process)-for students preferences analysis and the total reward strategy (after employment)-for employees options review. Second of all, every construct it is explained by multiple variables: remuneration, benefits, work-life balance, professional development and career opportunities, performance and recognition of merits. Each of these variables it is considered for potential employees and employees as well. Further, there are taken into account some elements that can elucidate the respondent's choices: knowledge regarding the Business Consulting Industry, extraversion, materialism, striving for achievements.
In what concerns the aggregation of the items of the questionnaire, were given an equal proportion for each sub item that takes part in shaping the variables and the constructs considered.
In the table below it is illustrated general information about the collection of data: The questionnaires were collected in December 2014 via email and also in university and in the working places of the respondents. Where was necessary were clarified some concepts used in the instrument. While at the potential workers most of the misunderstood notions came up as a result of lack of knowledge in what concerns possible rewards offered by companies, employees reported rewards or benefits that have never heard about. However, after collecting data it was concluded that knowledge in total rewards comes with the working experience of the respondents.
Research results

The Cronbach's alpha coefficient for reliability
The first objective of this paper it is to test the intern consistency of the items from the questionnaire using the Cronbach's alpha coefficient. In order to obtain this indicator, it was made an analysis in the following manner: first it was calculated Cronbach's alpha for the variables, then for the constructs and finally it was tested overall the internal consistency of the questionnaire, considering the 115 items from which it is composed.
Below we have the results for this coefficient: Usually, Cronbach's alpha coefficient has the accepted limit for the internal consistency of the items more than 0,600. Overall, the questionnaire obtained a normal value for the loyalty coefficient: 0,644 reflected through a total of 115 sub items.
The conclusion after analyzing the results it is that the more subitems has a variable or a construct, the better results will be obtained for the value of the internal consistency coefficient and vice versa.
The top of the preferred rewards
Respondents were asked to pick the most important rewards that would like to be rewarded within a job from Business Consulting Industry. Moreover, they have given marks from 1 (the less important) from 5 (the more important) to the selected preferences.
The results are in the following figure:
Fig. 1 -Preferred rewards for potential employees and workers for/ from Business Consulting Industry
It seems that students put accent on the annual salary, and employees want more free time (with or without pay). A possible explanation for this difference could be the fact that the students which start to be active from the professional point of view want to became financially independents right from the start, while the respondents already employed need extra free time to spent more time with their family or perhaps for other personal matters such as: doing sports, spending time with friends, time for hobbies, relaxation, and so on.
On the second place in the top of total rewards for the potential employees are the paid vacations. Employees opt for health benefits. If students want to get relax immediate, on short term, employees want to be assured that they have multiple options for the health benefits, having a long term orientation. Obviously, the differences registered between the respondents for this level come as the working experience increases. Employees are looking for such rewards with a superior degree of realism.
Learning opportunities are present in both rankings. The concept of lifelong learning has started to be agreed more and more among people in the workforce and even by those who want to get employed.
Another difference regarding the two previous tops is that potential employees want merit recognitions and employees think they need retirement benefits. And now comes the question: how much working experience have the potential workers that allow them to ask for merit recognition? Is that a general characteristic for the next generations? It is understandable that the workers stability may be maintained by awarding them with pension plans. The job security and certainly future incomes represent a great need for them. Anyway, pension plans are related to the private area, and not to the compulsory monthly contributions required by law.
Further research
The results represent a starting point for developing total rewards models in Business Consulting Companies. However, a logical step-by-step route for developing a total rewards model it is the next one: Fig. 2 -The development of reward strategy process (Armstrong & Murlis, 2007, p. 40) The figure illustrates an ideal that in practice is quite absent. In reality, firms usually adjust their own rewards strategies depending on the company's general strategy. But the overall strategy depends on two types of factors: the internal factors, and the external ones.
In theory, the designing of a model starts from analyzing the business activity: field of activity, number of employees, financial stability in the recent years, risk factors, available resources and many other "key elements" for the current activity. The next step it is to create the human resource management strategy, which has three main aims: to attract, to maintain and to motivate employees on long term. Subsequently, in accordance with the overall strategy of the organization, it is prepared and implemented a "plan of attack" for allocated rewards. Finally, the process ends with the training of the employees from the human resources department on the "awarding program". During this wide process, there are involved on the one hand-employees, and on the other hand-managers and workers from human resources department from the organizations. The process it is natural and involves all the actors that "respond for the good of the company".
The logic of creating such models is that once assimilated by the company, the using of such instruments can bring improvements in employee's productivity and/or in quality of work as well. Thereby, there are expected increases in profitability and workforce stability.
Conclusions
The literature reveals that rewards are made up of: salary, benefits, learning and development, working environment elements. Both categories-remuneration and benefits can be financial (tangible) or non-financial (intangible). As a remark, financial benefits can be or not directly dependent on the remuneration paid.
From the two tops of reward obtained it results that on long term, employees need financial and non-financial benefits (either direct or indirect) in order to to be maintained into their organizations and valuable candidates can be easily attracted by offering them a package of rewars that contain especially financial direct rewards.
